//KHARA HAIS MUNICIPALITY 



EMPLOYMENT EQUITY PLAN 


INTRODUCTION 


//Khara Hais Municipality is one of South Africa’s two hundred and sixty two (262) municipalities falling under the auspices of the 
Department of Provincial and Local Government, regulated by the Constitution of the Republic of South Africa, Act no 108 of 1996, 
Municipal Systems Act no. 32 of 2000 and the Municipal Structures Act no. 117 of 1998. The municipality is strongly committed to 
the achievement of employment equity and equal opportunity for all employees. 

The Employment Equity Plan sets the strategic direction of the municipality’s overall employment equity programmes and supports 
the municipality’s commitment to equal justice for all. It focuses on four main areas: 

1. The integration of employment equity within policy, planning and management systems 

2. Ensuring employment practices do not discriminate against employees or potential employees 

3. Promoting employment equity and workforce diversity 

4. Ensuring a work environment that free is from racial harassment 

The development of an Employment Equity plan is a legislative obligation under the Employment Equity Act. The Plan provides a 
significant framework for the achievement of equity across the municipality; it provides a guide for Sub directorates for the inclusion 
of equity and access strategies as an integral part of their strategic planning. 

The municipality also recognizes that diversity and employment equity are key business imperatives that will enable the municipality 
to build on its reputation as a local municipality of excellence. Employment equity for employees is fundamental to the achievement 
of excellence and quality in all areas of the municipality’s operations. 

Application of the Employment Equity Act to the Municipality 

The municipality falls under the Employment Equity Act , in term of Chapter 1, which classifies municipalities as a designated 
employer. 



Our Vision and Mission 


Our vision and mission statements guide the municipality. 

Vision 


To provide an affordable quality service to //Khara Hais and its visitors and to execute policies and programmes of Council. 

Mission 


As an authority that delivers municipal services to//Khara Hais, we attempt, by means of motivated staff, to develop, //Khara Hais 
increasingly as a pleasant, safe affordable living and workplace for its residents- and a hospitable and relaxed visiting place for its 
visitors. 

Our Work 


The principal objectives of //Khara Hais Municipality as a local authority, in terms of Chapter 7, section 152 (1) of the Constitution of 
the Republic of South Africa Act, no. 108 of 1998, are- 

a) to provide democratic and accountable government for local communities ; 

b) to ensure the provision of services to communities in a sustainable manner; 

c) to promote social and economic development 

d) to promote a safe and healthy environment 

e) to encourage the involvement of communities and community organizations in the matter of local government. 

Our Organization 

//Khara Hais Municipality is organized into four Directorates - Corporate Services, Community Services, Infrastructure Development 
and Financial Services- along with the Office of the Municipal Manager and Office of the Mayor. 

We have a specialized workforce, with a total staff complement of 869 employees. 
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Framework for Employment Equity 


One of the reasons for the municipality’s focus on employment equity is the fact that, in order to extend its core competencies, it has 
to make efficient use of a diverse labour market. The increasing importance of the rights of employees, minimum conditions of service 
and requirements for personnel profiles have necessitated a review of management practices. Should the objectives contained in the 
Plan be met before the specified target date, the plan will be reassessed to determine what additional objectives need to be set. A 
further plan will be developed once the initial period has elapsed. 

Ob jectives of the Employment Equity Plan 

To achieve equity in the workplace through the promotion of equal opportunities and fair treatment for its entire workforce, as well as 
applicants for employment by: 

• Eliminating unfair discrimination that may exist in policies, practices, procedures and the work environment. 

• Implementing affirmative action measures to redress the disadvantages experienced by designated groups in the past 

• Promoting diversity and respect for all employees 

• Achieving equitable representation of all demographic groups at all levels and in all categories of the workforce as the ultimate 
tangible objective. 



APPROACH TO IMPLEMENTATION OF EMPLOYMENT EQUITY 


Timeframe of Plan 

The Employment Equity Plan covers the period 01 July 2013 to 31 June 2018, but is to be annually reassessed and updated where 
necessary. 

Employment Equity Process 
Theme: Information Base 


No 

Strategy 

Timeframe 

Action 

Responsibility 

Indicators of Success 

Short term 

Long 

term 

l. 

Collect, analyse and 
distribute statistics in 
employment 

30/06/2013- 

Annualy 

2018 

Compare diversity within the 
Province, with that of the 
Municipality 

HR (EE) Manager; 
HPP; PO 

Employment Equity Statistics 
comply with the Employment 
Equity Act specifications 

2. 

Highlight equity issues for 
organizational equity plan 

Quarterly 

2018 

HR (EE) Manager and SPO, 
discusses statistics with 
Directors and Heads of 
Departments 

HR (EE) Manager; 
HPP; PO 

Qualitative and Quantitative 
information is collected 

3. 

Conduct survey of 
employment equity 

30/06/2013 

2018 

Conduct cultural diversity 
survey; monitor possible 
barriers to career success for 
equity groups 

Employment equity 
forum; HR (EE) 
Manager; HPP; PO 

Qualitative and Quantitative 
information is collected 

4. 

Monitor grievances 

Quarterly 

2018 

Collate and report on 
statistics; feedback report 

HR (EE) Manager; 
HPP; PO 

Quantitative data reported to 
the EE committee; Qualitative 
data collected 


Theme: Communication, awareness and training 


No 

Strategy 

Timeframe 

Action 

Responsibility 

Indicators of Success 

Short term 

Long term 

l. 

Employment Equity 
information sessions 

01/08/2013- 

29/09/2013 

2018 

-Arrange a series of sessions 
during which employees will 
be informed about the EE 

Act, the role of consultation 
with employees in the EE 
process 

-All employees will be given 
the opportunity to attend 
these sessions for an hour 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Employees will be empowered 
to make informed 
contributions during the 
consultation process 




2. 

Employment Equity 
Awareness week 

Annually 

01/10/2013 

2018 

Conduct an awareness week 
during which employees will 
be informed about the EE 

Act, the role of consultation 
in the EE process, the 
advantages of the process, 
discrimination issues, etc. 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Employees will be made aware 
and kept informed 

3. 

Newsletters 

IMIS 

Ongoing 

2018 

Publish articles on 
Employment Equity in the 
municipal newsletter (“Die 
Werker”) and IMIS to keep 
employees informed about 
the progress made with 
implementing the process 

HR (EE) Manager; 
HPP; PO; PRO 

Employees will be kept 
informed on their rights i.t.o. 
of the Employment Equity Act 
and how the consultation 
process is progressing. 

4. 

Management Training 

01/02/2012 

2018 

Arrange training for 
Directors and Heads of 
Departments on the 
following: Employment 
Equity Act, Diversity 
management and training 
related to discrimination 

HR (EE) 

Manager; HPP; 

PO; Department 
of Labour; 

Training provider 

Directors and Heads of 
Departments will be 
informed of their obligations 
in terms of the Act. 


Theme: Consultation 


No 

Strategy 

Time] 

? rame 

Action 

Responsibility 

Indicators of Success 

Short term 

Long term 

l. 

Restructuring of Employment 
Equity Forum 

01/08/2013 

Ongoing 

2018 

Establish and maintain the 

EE Forum with 
representatives from the 
following groups: 

Designated groups; Non- 
designated groups (white 
males); and all occupational 
categories and levels. 

Where representatives 
resign, re-elect new reps 
from the relevant 
designated group. 

HR (EE) Manager; 
HPP; PO 

Compliance with the 
specifications of the EE Act; 
Proper consultation with all 
designated and none- 
designated groups and all 
occupational groups will take 
place. 


2. 

Give training to forum 
members 

Ongoing 

2018 

Give training to all 
committee members to the 

EE Act; the consulting 
process; diversity 
management; 

discrimination; affirmative 
action and HIV/AIDS 

HR (EE) Manager; 
HPP; Department 
of Labour; 
Accredited 

Training Provider 
(to be identified) 

Committee members will be 
capacitated in order to take 
informed decisions. 

3. 

Ensure participation in EE 
committee 

Ongoing 

2018 

Maintain committee 
membership 

Council; 

Municipal 

Manger; 

Directors; 

HOD’s; HR (EE) 
Manager; HPP 

Committee members 
perceive that they are 
consulted and contribute to 
decision-making; EE 
committee is fully 
functional 

4. 

Set EE meetings 

Quarterly 

2018 

Draw up agendas for 
scheduled meetings; inform 
all committee members 
timeously; distributing 
minutes to all stakeholders 
so members can consult 
with the various groups 

Chairperson of the 
Employment 

Equity Forum; Sub 
Dir: 

Administration; 

HPP;PO 

Committee members perceive 
that they are consulted and 
contribute to decision-making 

5. 

Conducting analysis and 
preparing plan 

01/08/2013 

2018 

Consulting with the EE 
committee while analysis is 
conducted ; and in 
preparing and 
implementing the plan 

Employment 

Equity Forum; HR 
(EE) Manager; 
HPP;PO 

Committee members perceive 
that they are consulted and 
contribute to decision-making 


Theme: Review of Policies, practices and procedures 


No 

Strategy 

Timeframe 

Action 

Responsibility 

Indicators of Success 

Short term 

Long term 

l. 

Audit and monitor policies 
and procedures (e.g. 
Recruitment, selection, 
appointments, induction, 
HIV/AIDS policies and 
training 

01/07/2013 - 
30/06/2014 

2018 

Review all employment 
policies, practices and 
procedures in order to 
identify any possible 
barriers to the EE process. 
Review all vacancies for 
possible employment by 
designated groups 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Employment policies and 
procedures will comply with 
the requirements of the EE 

Act. 

2. 

Develop employment 
policies, practices 

01/07/2013 - 
30/06/2014 

2018 

Policies and procedures to 
be amended after the 
reviewing process. 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Employment policies and 
procedures will comply with 
the requirements of the EE Act 




3. 

Review training and 
development strategy 

01/07/2013 

2018 

Aligning training to 
develop employees from 
designated groups to ensure 
promotion to get in line 
with the EE plan 

HR (EE) Manager; 
HPP;PO 

Employees will perceive that 
the municipality invests in its 
people; and will put employees 
in line for promotions. 

4. 

Career planning 

Ongoing 

2018 

Skills development section 
to provide career 
counseling/training for 
designated groups 

HR (EE) Manager; 
HPP; CSDO; PO 

The targets as set out in the EE 
Plan will be met. 

5. 

Ensure equity in promotion 
processes 

Ongoing 

2018 

Monitor each round of the 
promotion process 

Council; Municipal 

Manager 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Improvement of policies, 
procedures and practices. 

6. 

Develop practices to improve 
conflict management 

01/08/2013- 

Ongoing 

2018 

Training in negotiation and 
conflict management To 

Line Managers and 
Supervisors to reduce 
conflict resulting from 
cultural differences. 

HR (EE) Manager; 
HPP; PO; Training 
provider( to be 
identified) 

Managers will be trained, and 
where employees are not 
satisfied with issues relating to 
EE, be able to deal with a 
situation, before referring it to 
the EE Forum. 

7. 

Dispute resolution 

Ongoing 

2018 

Employees having 
grievances related to EE or 
alleged discrimination, 
shall lodge such grievances 
through Council’s 
grievance procedure; the 
platform to discuss these 
grievances will be the EE 
committee; If the grievance 
has not been resolved to the 
satisfaction of the 
aggrieved party, the party 
may refer the grievance to 
the SALGBC for 
adjudication 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

Reduction in grievances 
lodged. 




Theme: Undertake Needs based Programs for Equity Groups 


Equity Group- Women 


No 

Strategy 

Timeframe 

Action 

Responsibility 

Indicators of Success 

Short term 

Long term 

l. 

Recruitment 

Set targets for senior levels 

Ongoing 

2018 

Recruitment targets must be 
agreed upon in the EE 
committee 

Employment 

Equity Forum; HR 
(EE) Manager; 

HPP; PO 

40% Women at the end of 

2017? 

2. 

Women participation 

Ongoing 

2018 

Assist women to actively 
and successfully participate 
in municipal functions; 

Place women on EE 
committee. 

HR (EE) Manager; 
HPP; PO 

Career development 
undertaken; Women will be 
more represented in the EE 
committee 

3. 

Career Development Planning 

Ongoing 

2018 

Provide training in career 
planning for female 
municipal employees. 
Establish the amount 
women are to be trained per 
year, and include in the 
municipality’s WSP 

HR (EE) Manager; 
HPP; CSDO; PO 

Reaching targets as set out in 
the EE report. 

4. 

Gender balance in selection and 
appointment process 

Ongoing 

2018 

Attempt to have gender 
balance during the short 
listing and appointment 
process. 

Employment 

Equity Forum; 
Municipal Manager 
; Directors; HR 
(EE) Manager; 

HPP; PO 

Selection and appointment 
panel statistics will be 
monitored by the HPP and PO 

6. 

Applying for position 

Ongoing 

2018 

Provide actions to 
encourage women to apply 
for positions where they are 
currently under represented. 
Review and monitor 
selection criteria and 
advertising strategy 

Employment 

Equity Forum; 
Municipal Manager 
; Directors; HR 
(EE) Manager; 

HPP; PO 

Reaching targets as set out in 
the EE report. 

Statistics on application rates 
to be presented to the EE 
committee. 

7. 

Adult Basic Education and 
Training (ABET) 

Ongoing 

2018 

Provide opportunities for 
female employees working 
as general workers to obtain 
senior certificates through 
ABET. 

Municipal Manager 
; Directors; 

HOD’S; HR (EE) 
Manager; HPP; PO 

Women within the 
municipality will be able to 
advance through ABET and be 
able to further their studies. 


8. 

Training 

Ongoing 

2018 

Make available appropriate 
management and leadership 
training for female training 
for female employees. 
Identify appropriate 
training providers to 
present training. 

Municipal Manager 
; Directors; 

HOD’S; HR (EE) 
Manager; HPP; 
CSDO; PO 

Female employees will be 
capacitated; it will become 
easier to move female 
employees into managerial 
positions. 

9. 

Post-graduate studies 

2013-2018 

2018 

Encourage female 
employees to undertake 
post graduate studies; 

Review current study 
policy to identify possible 
barriers to advancement; 
Draw up a development 
plan for female employees 
identified for advancement 

Directors; HOD’s; 
Employment 

Equity Forum 

Female employees will be 
capacitated; it will become 
easier to move female 
employees into managerial 
positions 

10. 

Learnerships 

01/07/2013 

30/06/2014 

2018 

Identify female employees 
from relevant departments 
to partake in Water and 
Municipal and 
Administration 

Learnerships 

Directors; HOD’s; 
HPP; PO 

Female employees will be able 
to acquire the relevant 
qualifications and experience; 
The municipality will have a 
greater pool of skilled 
employees; It will be easier to 
promote women into more 
senior positions; Compliance 
with the specifications of the 

EE Act. 




Equity group - People with Disabilities 


No 

Strategy 

Timeframe 

Action 

Responsibility 

Indicators of Success 

Short term 

Long term 

l. 

Statistical Reports 

Quarterly 

2018 

Improve accuracy of 
statistical reports of 
employees with disabilities 

Employment 

Equity Forum; 

HPP; PO 

Enhanced knowledge 
employee numbers 

2. 

Audit of Facilities 

Annually 

2018 

Head Health and Safety to 
do an audit of the facilities, 
to accommodate employees 
and member of the 
community with 
disabilities; Budget 
accordingly. 

Council; Municipal 
Manager; HHS; 

HPP; PO 

Physical barriers to employ 
PWD will be removed; all 
employees and members of the 
community will have access to 
the municipal building 

3. 

Modifications 

Annually 

2018 

Identify, prioritize and 
undertake modifications to 
buildings and acquisition of 
equipment necessary to 
enhance disability access 

Council; Municipal 
Manager; HHS; 

HPP; PO 

All employees and members of 
the community will have 
access to the municipal 
building 

4. 

Communications 

Quarterly 

2018 

All matter regarding PWD 
will be discussed at the EE 
committee 

Employment 

Equity Forum; 

HPP; PO 

PWD will perceive that they 
are consulted can contribute to 
decision-making 

5. 

Action Plan 

01/09/2013 

31/08/2014 

2018 

Develop and implement a 
Disability Action Plan 
which meets legislative 
requirements 

Employment 

Equity Forum; 

HHS; HPP; PO 

Modifications and alterations 
will be done to specifications 
of the plan; Plan will give clear 
direction as when projects will 
be completed 

6. 

Learnerships 

01/07/2013 

30/06/2014 

2018 

Identify PWD from 
relevant departments to 
partake in Water, Municipal 
Finance and Administration 
Learnerships 

Municipal 

Manager; 

Directors; HOD’s; 
SPO; PO 

PWD will be able to acquire 
the relevant qualifications and 
experience; The municipality 
will have a greater pool of 
skilled employees; It will be 
easier promote PWD into more 
senior positions; Compliance 
with the specifications of the 

EE Act. 




ANNEXURE 1 


LISTS OF TABLES WITH NUMERICAL GOALS 

TABLE 1 - WORKFORCE PROFILE 

TABLE 2 - TOTAL NUMBER OF EMPLOYEES WITH DISABILITIES 
TABLE 3 - NUMERIC GOALS 



TABLE 1 - WORKFORCE PROFILE 


Occupational Categories 

Designated 

Non-designated 

Total 



Male 


Female 


White 

Foreign 








Males 

Nationals 



A 

C I 

A 

C I 

W 

W 

M 

F 


Top Management 

7 

14 

1 

4 


7 


33 

Senior Management 

20 

29 

7 

16 

3 

13 


88 

Professional qualified and 
experienced specialists and mid- 
management 

34 

44 

23 

31 

11 

8 


151 

Skilled technical and 
academically qualified workers, 
junior management, supervisors, 
foremen, and superintendents 

64 

97 

23 

36 




220 

Semi-skilled and discretionary 
decision making 

19 

36 

1 

3 


2 


61 

Unskilled and defined decision 
making 

124 

110 

34 

48 




316 

TOTAL PERMANENT 

268 

330 

89 

138 

14 

30 


869 

Temporary employees 

28 

72 

15 

66 

1 

1 


183 

GRAND TOTAL 

296 

402 

104 

204 

15 

31 


1052 




TABLE 2 - TOTAL NUMBER OF EMPLOYEES WITH DISABILITIES 


Occupational Categories 

Designated 

Non-designated 

Total 

Male 

Female 

White 

Males 

Foreign 

Nationals 

A C I 

A C I W 

W 

M F 

Top Management 






Senior Management 






Professional qualified and 
experienced specialists and mid- 
management 

1 

1 

1 


3 

Skilled technical and 
academically qualified workers, 
junior management, supervisors, 
foremen, and superintendents 






Semi-skilled and discretionary 
decision making 






Unskilled and defined decision 
making 






TOTAL PERMANENT 

1 

1 

1 


3 

Temporary employees 






GRAND TOTAL 

1 

1 

1 


3 




TABLE 3 - NUMERIC GOALS 


Occupational Categories 

Designated 

Non-designated 

Total 



Male 


Female 


White 

Foreign 








Males 

Nationals 



A 

C I 

A 

C I 

W 

W 

M F 


Top Management 

10 

7 

9 

7 

1 

2 


36 

Senior Management 

26 

19 

23 

18 

3 

5 


94 

Professional qualified and 
experienced specialists and mid- 
management 

49 

36 

42 

33 

6 

9 


175 

Skilled technical and 
academically qualified workers, 
junior management, supervisors, 
foremen, and superintendents 

70 

52 

61 

48 

8 

12 


251 

Semi-skilled and discretionary 
decision making 

41 

30 

36 

28 

5 

7 


147 

Unskilled and defined decision 
making 

111 

82 

96 

75 

12 

19 


395 

TOTAL PERMANENT 

307 

226 

267 

209 

35 

54 


1098 

Temporary employees 






GRAND TOTAL 

253 

249 

257 

195 

58 

86 


1098 




TABLE 4 - OFFICE OF THE MUNICIPAL MANAGER 


Total no of employees 

Black People 

Women 

People with disabilities 


2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

121 

43 

48 

54 

61 

61 

63 

67 

73 



















TABLE 5 - DIRECTORATE CORPORATE SERVICES 


Total no of employees 

Black People 

Women 

People with disabilities 


2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

73 

26 

29 

33 

36 

42 

42 

42 

44 






TABLE 6 - FINANCIAL SERVICES 


Total no of employees 

Black People 

Women 

People with disabilities 


2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

60 

17 

24 

27 

30 

34 

30 

33 

36 










TABLE 5 - COMMUNITY SERVICES 


Total no of employees 

Black People 

Women 

People with disabilities 


2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

385 

165 

165 

173 

192 

84 

192 

211 

231 



















TABLE 6 - INFRASTRUCTURE DEVELOPMENT 


Total no of employees 

Black People 

Women 

People with disabilities 


2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

2013 

2014 

2015 

2018 

374 

144 

149 

169 

187 

92 

187 

205 

224 






















